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Abstract
This study aims to investigate the effect of an organizational learning culture as a moderator on the relationship between trans-
formational leadership and affective commitment. Framework in this study uses Social Exchange Theory to explain the moderation
effect and we argue that the relationship between transformational leadership and affective commitment is strengthened by an or-
ganizational learning culture. Data were collected by administering questionnaires to the respondents using both offline and online
surveys on employees from startup companies in Indonesia (N = 73). This study using the self-report method and data were an-
alyzed using Hayes’ PROCESS macro. Results showed that organizational learning culture moderated the relationship between
transformational leadership and affective commitment, such that the relationship was increased when organizational learning cul-
ture was high than when organizational learning culture was low. Moreover, theoretical and practical implications are given to the
improvement of employees’ affective commitment.
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1. INTRODUCTION
Employees’ commitment to their workplace is an important
aspect that needs to be considered by managers in every organi-
zation. Employees who have a high level of commitment could
increase their work performance and reduce absenteeism (Khat-
ibi et al., 2009), meanwhile, employees who have a low level
of commitment could lead to turnover intention (Islam et al.,
2013).
Based on a meta-analysis, employees’ commitment also le-
ads to job satisfaction, work engagement, occupational com-
mitment, in-role performance, citizenship behavior, and well-
being (Meyer et al., 2002). Hence, the manager should main-
tain their employee commitment to keep their employees from
other companies who actively looking for to recruit their rivals’
employees (Islam et al., 2013).
There are three different forms of organizational commit-
ment, namely normative, continuance, and affective commit-
ment (Allen and Meyer, 1990). The focus of this research will
be on affective commitment, it referred to employees’ emo-
tional attachment to the organization (Allen and Meyer, 1990)
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and considered as an essence or central characteristic of the or-
ganizational commitment that can predict absenteeism, turno-
ver, or organizational citizenship behaviors (Mercurio, 2015).
Based on previous studies, one of the factors that can influence
affective commitment is transformational leadership (Meyer et al.,
2002).
Previous researches showed that transformational leader-
ship has positive and significant correlation with affective com-
mitment (r=.31**, p<0.01) (Kim, 2014); (r=.47**, p<0.01)
(Ashikali and Groeneveld, 2015); (r=.43**, p<0.01) (Gulluce
et al., 2016), and (r=.28**, p<0.01) in study 1 and (r=.59**,
p<0.01) in study 2 (Triana and Richard, 2017). Meanwhile,
previous research also showed that there is an insignificant rela-
tionship between transformational leadership and affective com-
mitment (r=.23, p>0.05) (Ramachandran and Krishnan, 2009),
thus it leads to the need for moderation variable because of the
inconsistent relation in past studies between antecedent and out-
come (Memon et al., 2019). Previous researches also suggest
that to explain the relationship between transformational lead-
ership and affective commitment, moderating variable is needed
(Avolio et al., 2004).
This current study proposed organizational learning culture
as moderating variable between transformational leadership and
affective commitment. Organizational learning culture can en-
hance employees’ commitment because it helps the company
to build the condition where knowledge is created, shared, and
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used that influences employees’ perceptions and behavior (Jo
Joo, 2011). Previous research showed that the correlation be-
tween organizational learning culture and affective commitment
is positive significantly (r=.89**, p<0.01) (Khunsoonthornkit
and Panjakajornsak, 2018). Organizational learning culture has
also a positive and significant correlation with transformational
leadership (r=.85**, p<0.01) where this style of leadership sup-
port organizational learning culture practice at the workplace,
and vice versa (Abbasi and Zamani-Miandashti (2013); (Bass
et al., 2003)).
Based on previous studies, this current study will focus on
investigating the effect of an organizational learning culture as a
moderator on the relationship between transformational leader-
ship and affective commitment. This study will focus on learn-
ing culture in startup company because learning culture has a
close relationship and play an important role to startup com-
pany considering that this type of organization learns from their
mistakes and also interpret external environment responses to
the decisions made, thus learning culture can be seen clearly
(Sekliuckiene et al., 2018).
2. LITERATURE REVIEW
2.1. Affective Commitment
Affective commitment can be explained as an emotional
attachment that employees perceived to the organization, and
also the identification with and involvement in the organization
(Allen and Meyer, 1990). When employees’ affective commit-
ment is high it means they want to stay o last in the organiza-
tion, and will increase their commitment when their experience
in the organization in line with their expectation and satisfy
to the needed that have been provided by organization (Meyer
et al., 1993). Factors that become affective commitments’ pre-
dictors are that personal characteristic or individual differences,
and work experiences, particularly transformational leadership
(Meyer et al., 2002).
2.2. Transformational Leadership
It can be described that transformational leadership is the
type of leadership with a charismatic inspirational style that fo-
cused to align the team’s goal and its members and adjusting the
organizational culture (Ashikali and Groeneveld, 2015). This
style of leadership is important for an organization because the
leader can enhance employees’ skills in creativity and innova-
tion by empowering them psychologically (Gumusluoglu and
Ilsev, 2008).
Transformational leadership can also be explained as the
leaders’ behavior that shows full attention to the personal growth
and professionalism of their subordinates, therefore the sub-
ordinate will engage emotionally with the leader as well as
their organization (Pradhan and Pradhan, 2015). Previous stud-
ies showed that transformational leadership and affective com-
mitment have a strong correlation (Porter (2015); Pradhan and
Pradhan (2015)).
2.3. Organizational Learning Culture
Organizational learning culture can be described as the cul-
ture that has an ability to respond or adapt to the environment
in novel ways quickly while also remove the learning barriers
(Marsick and Watkins, 2003). An organization that applies to
learn culture in their workplace can be described as an organi-
zation that identic with its skill in creating, acquire, and transfer
knowledge, and also modify its behavior when facing the new
knowledge and insights (Islam et al., 2013). The organization
with learning culture increase their learning capacity by mak-
ing changes in strategy, structure, slack, and ideology (Meyer,
1982).
Based on the relationship between these variables, the hy-
pothesis of this study is there is a moderation effect of organiza-
tional learning culture in the relationship between transforma-
tional leadership and affective commitment.
Using Social Exchange Theory as a framework to explain
the association between transformational leadership, organiza-
tional learning culture, and affective commitment, this theory
explains that there is a transaction process in the organization
where individuals form positive perceptions fairly to these trans-
actions (Cropanzano et al., 2002). Based on this theory, we can
imply that when the organization behaves or supports fairly to
its employees in form of a transformational leader and learn-
ing culture then the employees will form the positive perception
that is shown in their high commitment to the organization. The
novelty of this study along with our humble literature search is
that we proposed the organizational learning culture as the vari-
able that will explain the relationship between transformational
leadership and affective commitment, while previous research
use clan culture to explain it (Kim, 2014).
3. METHOD
3.1. Population and Sample
This study was conducted in startup companies in Indonesia
by offline and online self-report survey methods. We sent the
survey, both on paper and questionnaires’ link to the companies
and ask them to share the survey with all of their employees.
The participant’s criteria were employees who currently work
in a startup company, and from the convenient sampling pro-
cedure, participants from two startup companies responded to
the survey (N = 73). We used convenience sampling to recruit
participants because of availability at a given time and the par-
ticipant’s willingness to participate (Etikan et al., 2016). We
ensured participants that their participation was voluntary and
confidential and that they may stop their participation anytime
they want. Participants are then asked to put their checklist on
the informed consent page to participate in the survey.
3.2. Data and Measurements
All scales were using the Indonesian version. All scales
were translated to Indonesia and validated by expert judgment.
The translate–back–translate procedure was suggested by Bris-
lin (1970). After all, scales translated to Indonesia, we con-
ducted a pilot study before the current research began with 31
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participants using an online survey. From the pilot study, we got
the results that the alpha coefficients for affective commitment
are ( = 0.858), for transformational leadership is ( = 0.962), and
for organizational learning culture is ( = 0.937).
Affective Commitment scale was measured using 8-items
(Allen and Meyer, 1990) and includes items such as “I would
be very happy to spend the rest of my career with this organiza-
tion”. The transformational Leadership scale was measured us-
ing 12-items (Ashikali and Groeneveld, 2015). A sample item
using “My leader helps employees to develop their strengths.”
Both scales using a Likert scale with 6-points from 1 (strongly
disagree) to 6 (strongly agree).
The Organizational Learning Culture scale was measure us-
ing 14-items (Marsick and Watkins (2003); Yang et al. (2004)),
the sample item is that “In my organization, people help each
other learn.” This scale using the Likert scale with 6-points from
1 (rarely true) to 6 (almost always true).
Data were analyzed using the Hayes’ PROCESS macro.
This method was to test the effect of an organizational learning
culture as a moderator on the relationship between transforma-
tional leadership and affective commitment.
3.3. Confirmatory Factor Analysis (CFA)
We did a confirmatory factor analysis to assess the discrim-
inant validity of our study variables by comparing two models,
namely the 1-factor model (all items were reflected on one gen-
eral latent variable) and the 3-factor model or hypothesis model
(all items were reflected on their respective latent variables). It
has been suggested that CFI and TLI values should be close
to 0.9; RMSEA < 0.05 means good fit, in the range 0.05-0.08
means acceptable fit, in the range 0.08-0.10 means marginal
fit, and greater than 0.10 mens poor fit; and SRMR value is
should be > 0.06 (Bentler (1990); Fabrigar et al. (1999); Hu and
Bentler (1999)). After we compared the model fit indices be-
tween the 1-factor model and 3-factor model, it confirmed that
the 3-factor model is well established for our research model as
showed in Table 1.















0.574 0.546 0.113 0.127
Source: Author, 2019
Note: N=73, TL (Transformational Leadership), OLC (Or-
ganizational Learning Culture), AC (Affective Commitment),
CFI (Comparative Fit Index), TLI (Ticker-Lewis Index), RM-
SEA (Root Mean Square of Approximation), and SRMR (Stan-
dardized Root Mean Square Residual)
3.4. Checking for Common Method Bias
We used Harman’s single-factor test (Podsakoff et al., 2003)
by performing an exploratory factor analysis (EFA) on all the
variables to address the issue of common method bias. We
found that the first factor accounted for 30.491% of the vari-
ance, indicating that common method bias may not be an issue
that influences the results. We also used the latent variable ap-
proach (Podsakoff et al., 2003), by performing a confirmatory
factor analysis (CFA) on all variables with R Studio version
3.5.1. After we compared standardized regression weights of a
model with a common latent variable and the proposed model,
the results showed that of the 34 items, only 1 item was be-
yond the threshold (0.2; Podsakoff et al. (2003)). The discrimi-
nant validity of the latent variables is established as found in the
CFA result, showing that items for different constructs have no
conceptual overlap. As Conway and Lance (2010) suggested,
the discriminant validity test is necessary to rule out substantial
method effects. Therefore, we argue that common method bias
is not pervasive in this study.
4. RESULT AND DISCUSSION
4.1. Description of Respondents
For the current study, the total of participants is 73 employ-
ees with the majority of participants were male (52 employees,
71,2%). There were 35 participants (47.9%) who were 17-25
years old, 34 participants (46.6%) who were 26-35 years old,
and 4 participants (5.5%) who were aged or over 36 years old,
and participants’ mean age was 26.62 (SD = 4.294). Concern-
ing their length of work (job tenure), 38 participants had been
employed under 1 year of work and 35 others had been em-
ployed more than 1 year. We include the data from employees
whose tenure was under 1 year because the result showed that
there are no significant differences between the means of trans-
formational leadership (TL), affective commitment (AC), and
organizational learning culture (OLC) across tenure group as
shown in Table 2.
Table 2: Means of transformational leadership, affective commitment, and or-
ganizational learning culture
Tenure Group TL AC OLC
1. Less than 1 year 4.745 4.45 4.906
2. 1 year 4.638 4.696 4.814
The participants were also divided into two different rank
or position, there were 52 (71.2%) participants who work as
staff and 21 (28.8%) others work as a supervisor or team leader.
The majority of the participants (60 employees, 82,2%) have a
bachelor’s degree (S1) as their last educational background.
4.2. Results of Hypothesis Test
The result from Table 3 showed that there is a positive and
significant correlation between transformational leadership and
affective commitment, which implies that when transformational
leadership was high, then affective commitment was also high.
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Table 3: Means, standard deviations, and correlations of variables
Variable M SD 1 2 3 4 5 6 7
1. Age 26.6 4.29
2. Gender 1.29 0.46 -0.208
3. Tenure 1.52 0.5 -0.178 0.125
4. Rank 1.29 0.46 .352** -0.136 -.299**
5. Education 2.92 0.62 0.205 0.085 0.05 0.184
6. TL 4.69 0.67 -0.037 -.351** 0.08 0.099 -0.06
7. OLC 4.86 0.57 -0.14 -0.055 0.081 -0.101 -103 .573**
8. AC 4.56 0.6 0.192 -0.199 -0.025 .319** 0.071 .240** 0.16
Note: N = 73
According to the result in Table 3, it also showed that age (r
= 0.192, p > 0.05), gender, (r = -0.199, p > 0.05), tenure (r =
-0.25, p > 0.05), and education (r = 0.159, p > 0.05) were cor-
related insignificantly with affective commitment, meanwhile
rank was correlated significantly with affective commitment (r
= 0.319, p < 0.01). Based on the result of correlation analysis
and also previous research (Sharma Sinha, 2015; Yew, 2008),
we need to consider rank as control variables.
Hypothesis testing to check moderating effect of organiza-
tional learning culture was performed using Hayes’ PROCESS
macro; model 1; Y = Affective Commitment; X = Transforma-
tional Leadership; and Moderator (W) = Organizational Learn-
ing Culture. We also add variable Rank as a covariate. The
following test results are presented in Table 4.
Our confidence intervals are based on a bias-corrected method
with a 5,000 bootstrap sample. The hypothesis was tested us-
ing path coefficients. The hypothesis stated that organizational
learning culture moderates the relationship between transfor-
mational leadership and affective commitment. Our results pre-
sented that organizational learning culture has moderating ef-
fect in the relationship between transformational leadership and
affective commitment (b = .4413, SE = .1212, p < .001) as
showed in Table 4. It means that organizational learning culture
strengthens the positive relationship between transformational
leadership and affective commitment as shown in the simple
slope in Figure 1. Thus, the hypothesis was supported by the
data.
Furthermore, Figure 1 showed that when individuals per-
ceived high organizational learning culture, transformational
leadership positively predicts affective commitment, as trans-
formational leadership increases, affective commitment also in-
creases.
The main purpose of this study that derived from employ-
ees in startup companies in Indonesia, was to test the moderat-
ing effect of organizational learning culture in the relationship
between transformational leadership and affective commitment.
The results of the present study generally supported that orga-
nizational learning culture moderated the relationship between
transformational leadership and affective commitment, in such
a way that the effect strengthen the relationship. For high or-
ganizational learning culture, transformational leadership posi-
tively predicts affective commitment, as transformational lead-
Figure 1: The simple slope of OLC as a moderator in the relationship between
TL and AC
ership increases, affective commitment increases. The result
implied that employee who got support both from transforma-
tional leaders and organizations who applied to learn culture in
the company will increase their emotional attachment and more
commitment to their workplace.
Drawing on Social Exchange Theory, organizational learn-
ing culture along with transformational leadership provided by
the organization will form a positive perception in return that is
showed in their high commitment to the organization (Cropan-
zano et al., 2002). The recent study is consistent with other
studies that showed transformational leadership and affective
commitment correlated significantly and positively Ashikali and
Groeneveld (2015); Gulluce et al. (2016); (Kim, 2014); (Triana
and Richard, 2017). Employees’ commitment that showed by
an eagerness to stay or attach emotionally to an organization
or company enhanced by a manager who has transformational
leadership qualities (Ramachandran and Krishnan, 2009), so
that the employees will be committed to the organization for
a long time.
Result of an organizational learning culture as a moderator
in line with other studies that use a moderator to explain the
relationship between transformational leadership and affective
commitment, such as structural distance (Avolio et al., 2004),
culture (Ramachandran and Krishnan, 2009), and status incon-
gruence and supervisor gender (Triana and Richard, 2017). This
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Table 4: Moderating effect of Organizational Learning Culture betweenTransformational Leadership and Affective Commitment
Predictor b SE t p LLCI ULCI
TL 0.2095 0.1159 1.8075 0.0751 -0.0218 -0.4409
OLC 0.1569 0.1356 1.1565 0.2515 -0.1138 -0.4275
TL x OLC 0.4413 0.1212 3.6408 .0005** 0.1994 0.6832




Note. N=73. TL (Transformational Leadership), OLC (Organi-
zational Learning Culture), b(coefficient), SE (Standardized Error),
LLCI (Lower Level Confidence Interval), ULCI (Upper-Level Con-
fidence Interval). ** p <.01, * p <.05.
recent study, also implies that rank has a significant correla-
tion with affective commitment in line with previous studies
(Sharma and Sinha, 2015) as rank is higher, affective commit-
ment increases.
From the present study, some theoretical and practical im-
plications can be drawn. For theoretical implication, this find-
ing adds to the theory that organizational learning culture is a
culture that needed to be applied in the workplace to support
the learning process especially for the organization that faced
massive and rapid changing liked startup company. Employees
might perceive that transformational leadership and organiza-
tional learning culture as fair treatment from their organization
and in line with their need so that the employees will pay those
supports with their loyalty or affective commitment to the work-
place.
The understanding of the importance of organizational learn-
ing culture has also practical implications for strategies of hu-
man resources management. For practical implication, the or-
ganization should maintain their employees to enhance their
commitment. First, an organization can pay attention to an em-
ployee’s supervisor or manager, or team leader and make sure
that the supervisor will perform to support and pay full attention
to employees’ growth. The organization has to make sure that
subordinates feel comfortable with their supervisor’s behavior.
Second, an organization can create a better work environment
that supports the learning process. By meanings, organization
let the employees to think creatively and support innovative be-
havior and ideas in order to solve the problem. Organization
who let employees grows their creative idea will have perceived
by the employees as the comfortable workplace and their future
place to spent the employees’ career.
There are several limitations in this study that needed to be
addressed. First, the power to generalize the finding to other
start-up employees is limited. Second, the study employed a
self-report survey which may lead to common method bias.
Self-report is considered the most appropriate method in this
study because the constructs measured in this study are highly
subjective in nature, and we believe that employees are most
aware of their conditions. We tried to reduce the common method
bias by ensuring participants that there are no right or wrong an-
swers and their responses are kept confidential. We also used
statistical remedies to check the possibility of common method
bias. However, future studies should avoid common method
bias by employing different methods to collect data, such as
time-lagged design. Third, the study used a cross-sectional de-
sign that limits the ability to determine the causal relationship
between variables. The longitudinal design may also be em-
ployed, because transformational leadership and affective com-
mitment may fluctuate over time.
5. CONCLUSION
The organization should be noted that role of the leader and
organization culture or environment will increase employees’
commitment. An organization who succeed to create a bet-
ter learning culture and better transformational leadership will
maintain and keep their employees and make their employee
perform better to reach the organization’s goals.
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